mode mode l t h e or et ic a l a ppl ic at ion s As discussed in the focal article, numerous research studies have supported the existence of automatic or implicit racial bias (Ruggs et al., 2016) . In this commentary, we argue that examining implicit bias through the perspective of the motivation and opportunity as determinants (MODE) model (see Fazio & Olson, 2014 , for a review) offers a framework for industrialorganizational (I-O) psychologists to design and implement strategies that reduce the number of violent interactions between police and communities. The MODE model has been applied to areas such as interpersonal relationships (McNulty, Olson, Meltzer, & Shaffer, 2013) , effective treatment of mental disorders (Vasey, Harbaugh, Buffington, Jones, & Fazio, 2012) , and crafting of media messages (Ewoldsen, Rhodes, & Fazio, 2015) , as well as racial prejudice (Olson & Fazio, 2004) . Below, we elaborate on how the I-O-related strategies and interventions described in the focal article can be captured by the components of the MODE model and highlight which interventions may be most efficacious in reducing discriminatory police officer behavior. See Table 1 for a list of initiatives based on the MODE model to reduce racially discriminatory police officer behavior.
I-O Strategies and Interventions Related to the MODE Model
The MODE model specifies the processes by which automatically activated attitudes can guide behavior relatively spontaneously or through more deliberative processing. In many instances, racial attitudes are automatically activated upon perception of a minority individual and effortlessly influence behavior toward that minority (Fazio & Olson, 2014) . However, some behaviors are more carefully executed. Specifically, motivation and opportunity are posited to be determinants of the degree to which automatically activated racial attitudes predict behavior in an automatic, effortless manner. In the absence of either motivation (e.g., motivation to control prejudiced reactions, accuracy) or opportunity (i.e., time and cognitive resources), automatically activated racial attitudes are posited to directly predict behavior toward Black individuals. However, if sufficient motivation and opportunity exist, individuals can intercede on the otherwise direct influence that negative automatic racial attitudes exert on behavior and correct for the influence of those prejudices. Consistent with the MODE model, a substantial volume of research indicates that when both motivation and opportunity exist, individuals are able to correct for the otherwise negative influence that automatically activated racial attitudes have on behavior (see Fazio & Olson, 2014 , for a review). We suggest that the strategies suggested by Ruggs et al. to "extinguish the flames" (p. 525) in Baltimore can be better understood by being couched in the dual-process terms articulated in the MODE model. Some strategies attempt to increase motivation to control automatic bias. Others aspire to increase opportunity to more carefully consider responses, whereas others attempt to reduce the automatic bias itself. For instance, training interventions such as sensitivity training and cultural awareness have been found to have a positive influence on behaviors (Kalinoski et al., 2013) . From a MODE model perspective, these types of trainings are likely effective because they primarily increase police officers' motivation to control prejudice and may be less effective in reducing negative automatic racial attitudes themselves. Indeed, police officers still show an automatic shooter bias (albeit somewhat less than civilians do; Correll et al., 2007) . A MODE model analysis affords researchers and practitioners' clarity on why such training is sometimes only partially effective or only effective in situations that afford an opportunity (e.g., time) to implement a more motivated rather than an automatic response.
From a MODE model perspective, ensuring performance management systems properly measure the effectiveness of police-community interactions should motivate police officers to have positive interactions with Blacks, which in turn should reduce the negative effect of the officers' implicit bias on behavior. Creating performance criteria that punish officers for discriminatory behavior, in tandem with frequent feedback data systems (e.g., body-mounted cameras, dash camera videos) and a greater sense of accountability should activate motives (i.e., motivation to control prejudiced reactions, responsibility) that have the potential to reduce the impact of automatic racial attitudes on behavior. In addition, proper performance criteria will enable officers and their leaders to set specific, measurable, achievable, realistic, and time-bound (SMART) goals that, if related to proper interracial interactions, should increase officers' motivation to reduce prejudice. Relatedly, initiatives (e.g., diversity training or having police officers take pledges against hate or intolerance) that create a police organizational environment free of racial jokes and that foster social norms that discourage disparaging actions (e.g., comments, racial profiling) toward African Americans should make officers more aware of the pernicious effects of their automatic racial attitudes. These initiatives should serve as important first steps to increasing motivation to control the effects of police officers' automatic racial attitudes. However, from the MODE model's perspective, motivation alone is not sufficient to disrupt the influence of automatic prejudice. These interventions fail to account for the degree to which opportunity (i.e., time and cognitive resources) exists in a given situation for a police officer to correct for the influence of their automatic biases. As discussed later in this commentary, although interventions that target opportunity are more difficult to implement, they are feasible and necessary for police officers to correct for the influence of their automatic racial attitudes.
A MODE Model Perspective on the Role of Selection
Of all the I-O psychology areas mentioned by Ruggs et al. as ways to resolve police-community conflict, employee selection may be the most fruitful avenue because it simultaneously allows for strategies to hire employees who lack negative automatic racial biases, have motivation to control prejudicial reactions, and have the opportunity (i.e., cognitive resources) to control for the influence of automatically activated attitudes. Well-validated measures of both automatic racial bias and motivation to control prejudice are readily available (see Olson & Zabel, 2016 , for a review). Their use as predictors in a selection framework have potential, because they should lead to selecting police officers who not only are motivated to control their prejudiced reactions but also are less apt to act negatively toward African Americans in lowopportunity circumstances. Furthermore, selection is one area in which the elusive factor of opportunity can be targeted. This is especially important, as the MODE model posits that both motivation and opportunity are necessary to control for the effect of implicit racial bias. Validating existing measures of working memory (Jaeggi, Buschkuehl, Perrig, & Meier, 2010) as a predictor in a selection framework would allow for the selection of police officers who are more apt to have cognitive resources available in highly stressful circumstances and ergo the opportunity to correct for the influence of their automatic racial biases.
When used in combination, a selection test that includes a battery of cognitive ability, working memory, automatic racial bias, and motivation to control prejudiced reactions measures should lead to selecting police officers who "fit the profile" of officers least likely to act in a discriminatory fashion. Because meta-analytic evidence suggests cognitive ability is the best predictor of future job performance (Hunter & Hunter, 1984) but also leads to greater likelihood of adverse impact, this selection battery would need to be carefully constructed. Because the opportunity to correct for automatic prejudices is largely situationally dependent, reducing the very existence of negative automatic racial bias is the most guaranteed way to reduce the negative behavioral influences of automatic racial prejudice. An emphasis on getting diverse candidates into the recruiting pipeline should, at the least, increase the number of interracial interactions between officers and candidates, fostering an awareness of different perspectives that should increase officers' motivation to reduce prejudice. Leaders play a key role in implementing training, setting performance criteria, developing selection criteria, and fostering an inclusive organizational climate. Police departments would be wise to hire and develop leaders who are cognizant of automatic racial biases and devoted to eliminating their effects via empirically supported and theorized means.
Suggestions for Expanded I-O Applications Based on the MODE Model
From a MODE model perspective, shaping more positive automatically activated racial attitudes is the ultimate solution to reducing discriminatory behavior. Ample social psychology research already indicates that positive intergroup contact can reduce racial prejudices (e.g., Pettigrew, 1998). In this way, bridging the gap between police officers and the communities they serve should play an important role in reducing discriminatory police officer behavior. For instance, events such as potlucks in which police serve the community, picnics for members of the community and police officers, or volunteer events where police officers and community members work together for a common cause (e.g., building a playground) would provide opportunities for police officers to have positive intergroup contact with community members and meet Black exemplars incongruent with their negative automatic racial attitudes and stereotypes (e.g., Greene, 2000) . These positive police-community interactions would not only increase motivation to control prejudiced reactions but also increase common goals and intergroup cooperation, two key ingredients in reducing negative intergroup attitudes (Pettigrew, 1998) . Such interactions also help create more of a sense of "weness" and an inclusive social identity that includes both police officers and community members under the same umbrella. In this way, White police officers in predominantly African American communities may become more https://www.cambridge.org/core/terms. https://doi.org/10.1017/iop.2016.61 likely to think of police officers and community members as "one" working together for a common cause. Indeed, this type of common in-group identity has been found to reduce intergroup prejudices (Gaertner, Dovidio, Anastasio, Bachman, & Rust, 1993) . From the MODE model's perspective, these prejudice reduction approaches are effective particularly when they can reduce prejudice at the automatic level.
It is important to note that empirically supported research findings provide guidance for other means by which the factors of the MODE model might be influenced to curb discriminatory police officer behavior. For instance, evaluative conditioning in which Black faces were paired with positive words reduced negative automatic racial biases (Olson & Fazio, 2006) . Such techniques could not only be implemented as part of police officer diversity training and awareness but also be embedded within police officer training regarding the "Shooter Effect" paradigm (Correll, Hudson, Guillermo, & Ma, 2014) . Specifically, police officers could engage in a "shootor-not-shoot" task in which Black individuals frequently are unarmed. Over the period of training days, this frequent pairing may reduce the negative automatic activation of stereotypes and prejudices among police officers.
Finally, it must be recognized that opportunity (i.e., time and cognitive resources) to correct for the influence of automatic racial biases is situationally dependent and often absent in life-or-death situations that police officers may encounter. The understanding afforded by the MODE model-that motivation is impotent to correct for prejudice without opportunity-has the potential to influence policy initiatives. For instance, adopting the use of less lethal but effective weapons like Tasers may lead to fewer tragedies by mitigating the effects of officers' automatic bias in contexts in which officers lack the opportunity to correct for the influence of their automatic bias. I-O psychology techniques such as job analysis should help police departments determine situations and develop training plans for low-opportunity situations in which the use of Tasers is equally effective at eliminating a deadly threat as the use of deadly weapons. Furthermore, police leaders should create work schedules that do not overtax their officers cognitively (e.g., fewer double shifts), to allow officers the maximum amount of cognitive resources and opportunity to correct for the influence of their automatic racial biases. An emphasis on training appropriate stress management techniques and creating an environment that increases officers' engagement and perceived supervisor support may also increase officers' cognitive resources.
Conclusions
The MODE model is a useful framework for I-O psychologists to utilize in designing and applying interventions listed in the focal article and herein to reduce the effects of automatic racial bias in police departments. The MODE model makes specific predictions about the processes by which automatic attitudes predict behavior, as well as why and when interventions aimed at extinguishing the effects of automatic racial biases will be successful. We argue that police departments should be able to prevent discriminatory police officer behavior to the degree to which they are able to implement multifaceted interventions aimed at reducing automatic racial bias while increasing motivation to control prejudiced reactions, as well as providing a greater likelihood for their officers to be in contexts in which they have the opportunity to correct for the influence of their automatic racial biases. Theoretical grounding of I-O-related interventions and strategies allows for empirically validated techniques that have the maximum potential to "extinguish the flames" and reduce discriminatory police officer behavior stemming from automatic racial biases. a ddi t iona l i de a s f or p u t t i ng ou t t h e f l a m e s
